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Our Purpose 
 
The purpose of the Working Together campaign is to provide employers large and small with step-by-
step strategies to successfully recruit, hire and retain people with intellectual and developmental 
disabilities in a competitive and inclusive workforce.  In addition, this booklet will guide employers to 
additional resources and information about creating employment opportunities for people with 
intellectual and developmental disabilities.   
 
© 2020 O’Neill Public Relations, Inc. d/b/a O’Neill Communications, Atlanta, GA, All rights reserved. 
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The Council’s mission is to increase independence, self-determination, productivity, integration, and 

inclusion for Louisianans with developmental disabilities by engaging in advocacy, capacity building, and 
systems change. 
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Welcome Employers 
 
Welcome to a unique pool of potential employees with a diversity of skills who are eager, loyal and 
committed to succeeding in a competitive, integrated workforce.  Working Together is a campaign to 
create inclusive employment opportunities for people with intellectual and developmental 
disabilities (I/DD) by providing employers  access a new pool of potential employees.   In the end, the 
campaign will provide businesses and employers “how to” strategies for recruiting, hiring and 
retaining this population in an inclusive setting. 
 
Competitive, integrated employment is the number one goal for people with disabilities on an 
individual, state and national level.  In fact, Governor John Bel Edwards created SAME “State as a 
Model Employer” to challenge State government agencies to employ individuals with disabilities and 
the state  has adopted Employment First as a goal.   This goal focuses on helping and encouraging all 
working age adults – including those with intellectual and developmental disabilities - to find and 
sustain employment in real-world jobs with competitive compensation who are fully integrated into 
the workplace as the best solution for their continued well-being.   
 
These efforts are part of a larger 
national Employment First movement 
that acknowledges employment as 
the primary and best outcome for all 
people of working age regardless of 
disabilities and works to advance 
employment of people with 
disabilities through policy, legislation, 
advocacy and systems change. 
 
Life-Changing Event 
 
Jobs are truly life-changing events for people with intellectual and developmental disabilities.  Their 
first job can make a huge difference in their lives and dramatically improve their lifestyle and 
standard of living over their lifetime.  
 
Equally as important, they enjoy more friends, more social and professional opportunities which 
allow them to break out of the isolation of a group home or a sheltering family.  An inclusive 
employment opportunity is the pathway to long-term financial independence and social inclusion for 
people with disabilities and provides them a sense of purpose in their lives. 
 
A Great Opportunity 
 
The philosophies, strategies and tactics contained in the publication offer employers a great 
opportunity to access a new pool of talent and provide life-changing employment opportunities for 
people with developmental disabilities: A truly win-win opportunity for us all. 
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Key Definitions & Distinctions 
 
Working Together is focused on creating 
inclusive, competitive employment opportunities 
for people with developmental disabilities and 
offers these definitions and points of distinction 
to employers: 
 

Developmental Disabilities:  Typically, a life-
long physical, learning, language or 
behavioral condition beginning during the 
developmental stages of life (before age 22 
by law) that may impact day-to-day 
functioning.  These includes disabilities such 
as vision impairment, hearing loss, cerebral 
palsy, Down syndrome, autism spectrum 
disorders and other intellectual disabilities. 
 
Disability:  A physical or mental condition or impairment that restricts or makes it more difficult for 
someone to actively engage or participate in normal, day-to-day activities.  These are usually the 
result of aging, underlying health conditions (arthritis, heart disease, diabetes, stroke, cancer, 
respiratory diseases), mental illness or injury due to war, industrial, auto, household or other 
accidents. 
 
Integrated, Inclusive Employment:  Recruiting, hiring and retaining employees with disabilities to 
work side-by-side with other employees without disabilities in an unsheltered, non-segregated work 
environment.   
 
Competitive Employment:  Provides equal pay and benefits to employees with developmental 
disabilities ideally at or above minimum wage, but not less than the wages paid to individuals 
without disabilities performing the same or similar work. 
 

People with disabilities need paying jobs to feel fulfilled as they work together with other team 
members to complete their tasks in a productive, successful setting.  It provides them with a sense of 
belonging and purpose in life and the opportunity to socialize with others. 
 

Employer Benefits  
 

Opening an organization's recruitment and hiring processes to people with developmental disabilities 
that includes cognitive and physical disabilities allows employers to tap into a valuable source of 
potential employees who are reliable, productive and motivated to succeed.  Additional reasons to 
include people with disabilities in the recruitment process and workforce include: 
 
1.  Employers love the enthusiasm - Employees with disabilities win over employers' and 

customers' hearts with their sincere smiles, commitment to their work and strong desire to 
succeed. 
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2.  Reliability and Productivity – In a SHRM study, employees with disabilities were rated higher on 
less sick days, arriving on time for work and returning on time from breaks than their co-workers 
and they continually meet or exceed the performance of their peers. 

3.  Staying Power – Employees with disabilities are grateful to have a job and they do not seek new 
employment very often - reducing hiring and training costs. 

4.  Continuous Improvement and Inspiration – Employees with disabilities work performance 
improves steadily and employers see more camaraderie and a positive effect on their staff when 
a disabled employee is on their team. 

5.  Happy to be There - No 
attitudes here. Employers 
report that they are 
extremely satisfied with  
developmentally disabled 
employees because they truly 
love their jobs, embrace the 
opportunity and respect 
authority.  

 
 Source: Inc. Magazine, 2015 - 11 

Great Reasons to Hire 
Developmentally Disabled 
Employees 
 
In addition, employing people 
with developmental disabilities 
drives innovative, creative 
solutions within the company 
and increase accessibility 
awareness among management 
and staff for customers and 
employees alike.  Recruiting, 
hiring and employing people 
with disabilities engages 
supervisors in disability issues 
and results in better 
communications. 
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What Can Employers Do?  
 
First, assess the problems you have filling different positions and then open your organization’s 
recruitment and hiring processes to people with intellectual and developmental disabilities.  This means 
rethinking your recruiting, hiring and employee retention strategies to tap into a valuable source of 
potential employees and creating an inclusive workforce. 
 
Second, be creative, be flexible.  To begin the planning process by rethinking recruiting strategies, you 
might consider: 
 
• Including people with disabilities in diversity recruitment goals 
• Ensuring hiring policies and attitudes presume ability, normalize supports, promote self-determination 

and remain flexible 
• Opening the application and interviewing processes to people with intellectual and developmental 

disabilities by assuring accessible applications, interviewing requirements and facilities 
• Adjusting job descriptions and processes so employees with a diverse range of disabilities can 

confidently and competently meet the job requirements 
• Using job customization, job coaching, supported employment and assistive technologies in the 

workplace 
• Posting open positions at job service or workforce employment centers (get more specific) at 

independent living centers 
• Establishing summer internships, On-the-Job (OJT) training and mentoring programs as a means to 

test feasibility and identify people with disabilities with full-time employment potential. 
• Partnering with disability-related advocacy organizations with job placement services to assist in 

recruiting, hiring and job coaching.  
 
All of these issues and topics are covered in more detail on the following pages.  But it begins first with 
planning; then developing of senior management support; and then creating an inclusive culture and 
workplace. 
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Look Beyond the Misconceptions 
 
Misconceptions can stand as major barriers to job opportunities for people with intellectual and 
developmental disabilities.  To overcome these misconceptions, this document seeks to share 
information with those in hiring positions facts about employees with disabilities: 
 
• Nearly all Human Resources (HR) professionals (97%) and people managers (92%) surveyed by 

the Society for Human Resource Management (SHRM) in 2019 said employees with disabilities 
regularly perform the same as or better than their peers without disabilities 
 

• Research also shows that just 13% of U.S. workplaces have disability-specific inclusion initiatives, 
and more than half of people managers have not participated in any disability inclusion training 
 

• Some people with disabilities, cognitive or otherwise, do not have functional limitations and may 
not require any accommodations 
 

• HR professionals and managers overestimate the costs associated with accommodations  
 
As you and your company enter into recruiting people with developmental disabilities, we encourage 
you to focus on people’s abilities, not their disabilities, presume their success, not their failure, and 
approach it with an open mind, flexibility and new creative strategies. 

 
 

Lead the Way 
 
Your company or organization can also lead the way in creating a welcoming culture for people with 
disabilities by ensuring strong management support, encouraging supervisor and co-worker acceptance 
and providing an accessible and accommodating work environment. 
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Planning the Recruitment of People with Developmental Disabilities 
 
The thoughtful assessment of the organization’s human resource needs and the development of 
recruitment strategies that include people with developmental disabilities will maximize the true 
value of your organization’s recruitment activities. The recruitment strategies must foster a 
welcoming work environment that is flexible and open to the talents of all qualified individuals, 
including those with developmental disabilities. To accomplish this, a simple, four step process 
can be employed. 
 

Four-Step Process:   
 

  
 

 

Step 1:  Planning 
 
Good planning generally begins with a sound analysis of the strengths, weakness, opportunities and 
threats (SWOT) facing the organizations as an employer.  It should identify specific job titles, functions or 
needs that may offer an opportunity for someone with a disability or have been historically difficult to fill, 
plagued by high turnover.  As you complete the SWOT’s conclusions, evaluate positions that can be filled 
by people with developmental disabilities who meet the job requirements of the position. 
 
Matching specific job requirements and an individual’s abilities requires creativity and flexibility. You 
can use a full cadre of job customization and support strategies to better fit people with disabilities 
into specific jobs.  This includes customized job development, job coaching, supported employment 
services and assistive technologies.  In addition, there are a number of state agencies and non-profit 
organizations with disability employment programs that can assist or fully manage a hiring and 
retention program for your organization.  (See in next section)  

Planning 
Recruitment

Creating the 
Culture

Recruit & 
Hire

Accomodate 
& Retain

Working Together has a simplified, 
four-step process that is keenly 
focused on creating more 
employment opportunities for 
people with disabilities.  In large 
companies, human resources or 
other champions of these ideas need 
a well thought out plan to present to 
senior manage to get their buy-in 
and to effect change at the highest 
levels of the organization.  While 
some may be interested in the 
socially responsible proposals, others 
may be more easily swayed based on 
the organization’s labor needs 
assessment and the availability and 
accessibility of a new, untapped pool 
of talent. 
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To prepare your HR department 
and the organization to recruit and 
hire people with disabilities, be 
certain to:  

 
• Reevaluate HR’s openness to 

unsolicited applications from 
people with developmental 
disabilities, how they will be 
welcomed, how the 
receptionist or HR clerk will 
react when to a person in a 
wheelchair, walker or someone 
who has difficulty speaking, etc.  

• Reevaluate your organization’s 
recruitment messaging and how 
it does or does not appeal or 
encourage people with 
disabilities to apply for a 
position 

• Involve senior management and 
supervisory personnel 
engagement in the new 
recruitment strategy by 
evaluating specific job 
opportunities for people with 
disabilities, helping adapt the 
application and interview 
process to accommodate 
people with disabilities, and 
improving the on-boarding and 
retention program for these 
and all employees 

• Assess resources and 
capabilities of state and private 
agencies to help fulfill your 
human resource needs and, if 
deemed appropriate, integrate 
them into the recruit plan and 
process 

• Consider establishing 
internships, OJT training and 
mentoring programs to develop 
a sustainable, more competent 
workforce that includes people 
with disabilities 
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• Reach out to post-secondary educational institutions and local high schools to recruit people for 
internships, part-time and full time employment before graduation  

• Begin targeting people with disabilities in all recruitment efforts as well as specific opportunities of 
interest - specify the type of job applicants you believe might meet your organization’s different 
employment needs 

 
From the very first interaction with an applicant, the employers' actions throughout the staffing process 
are important to ensuring fairness and preventing discrimination which takes planning and training.  An 
inclusive recruitment program ensures all qualified individuals – including those with disabilities – can 
participate in the process and is critical to achieving this goal. 
 

 
 
Matching Job Requirements with Abilities 
 
There are many different pathways to matching the abilities of a person with disabilities to a specific job 
opportunity.  It requires both commitment and collaboration to find the right path to employment.  A 
typical applicant with developmental disabilities will offer reliability and the desire to succeed but may 
or may not fit exactly into job description.  Thus, the planning process should consider including these 
key strategies for integrating more people with disabilities into an inclusive work environment – this is 
where your organization’s creativity and flexibility really works: 

 
• Job Customization includes implementing specific accommodations or adjusting a job's 

processes and redistributing and realigning other employees job requirements to accommodate 
the new employee 

• Job Development begins by identifying the specific job skills and preferences for a vacant 
position then matching qualified candidates with disabilities who have the potential to fill the 
position and negotiating a job description for the potential new employee 

• Job Coaching usually involves a community rehabilitation specialist from the state, a non-
profit or employment agency who works directly with the employee to acquaint them with 
the job, facilitate on-boarding and employee orientation and provide one-on-one, on-the-job 
training and support to the new employee 

• Assistive Technology and Accommodations includes technical aids such as software or 
equipment to enable the employee’s communications capabilities; most accommodations cost 
less than $500 and many can be reimbursed by state agencies 
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A typical applicant with developmental disabilities will offer reliability, loyalty and the desire to 
succeed but they may or may not fit exactly into a job description.  Using these different strategies, a 
job can be customized to better fit the talents and capabilities of a new, highly motivated employee.   

 
Evaluating State, Private and Non-profit Agency Services 

 
Employers can seek assistance in creating a more inclusive workforce and hiring people with 
intellectual and developmental disabilities through state and federal agencies, non-profit 
organizations and businesses that provide employment and placement services for people with 
disabilities. 
 
Businesses should evaluate the need for outside services and consider engaging a third-party agency 
to assist with recruitment, hiring and retaining employees with developmental disabilities.   
 

Louisiana Rehabilitation Services (LRS) for Business 
 
Businesses and employers can partner with their local rehabilitation office to take advantage of the 
following services: 
 
• Customized screening of qualified applicants, referrals and placement services of responsible, 

motivated and properly trained applicants for job vacancies 
• Job analyses, training, individualized job coaching & follow up services  
• On-the-job training programs offers employers time-limited salary reimbursement opportunities 

for individual VR clients who hold permanent, full or part time positions paying a competitive 
salary consistent with the pay for individuals without disabilities in comparable positions  

• Rehabilitation engineering services for architectural barrier removal and worksite modifications 
• Management and supervisory personnel awareness, sensitivity and etiquette training; technical 

assistance and training on the Americans with Disabilities Act (ADA) 
 
Louisiana Rehabilitative Services provides cost-effective alternatives to advertising for job candidates, 
saving you and your company time and money while hiring workers from a competitive pool of qualified 
applicants. 
 

LRS On-the-Job Training 
 
Louisiana Rehabilitation Services offers On-the-Job Training (OJT) to people with disabilities and, when 
hired, the employer is offered a limited time reimbursement at one and one-half times the employees 
monthly base salary.  To qualify, the employee must hold a permanent, full or part time position paying 
a competitive salary and providing benefits consistent with employees without disabilities in 
comparable positions.  Available to employers large and small, and the employer is expected to keep the 
employee as a regular and permanent employee at the conclusion of the OJT period and continue to pay 
the employee the going rate for the job being performed. 
  
Participating employers can receive reimbursement for three months of the trainee’s salary and 
Rehabilitation Services may also provide: 
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• Job-site assessment and 

recommendations for needed 
accommodations 

• OJT placement and onsite 
follow-up services 

• Support services (uniforms, 
tools) 

• Assistance with monthly 
reporting and invoicing 

 
LRS will work closely with all parties to 
develop an OJT experience benefitting 
both the employee and the employer 
including an agreement on salary, type 
and length of training and other costs 
associated with training. 
 

Financial Tax Incentives: The Disabled Access Credit 
 
Potential tax incentives and a wage reimbursement program are available for employers who hire 
people with disabilities.  These incentives include: 
 
Disabled Access Credit - Offers small businesses with gross receipts under $1,000,000 who employ no 
more that 30 employees working 30 hours per week for 20 or more weeks the preceding year a tax 
credit equal to 50% of the "eligible access expenditures" up to $10,250 for a taxable year.  Eligible access 
expenditures include: 
 
• Removing barriers preventing a business from being accessible to individuals with disabilities 
• Providing qualified interpreters or other effective methods of making audio materials available to 

individuals with hearing impairments 
• Supplying qualified readers, taped texts and other methods of making visual materials available to 

individuals with visual impairments; 
• Acquiring or modifying equipment or devices for individuals with disabilities. 
 
All expenditures must be reasonable and necessary. Accessibility for expenses incurred for new 
construction or facility placed into service after November 5, 1990 are not eligible.  
 
 

Work Opportunity Tax Credit (WOTC) Program 
 
The Workforce Opportunity Tax Credit (WOTC) encourages employers to hire certain targeted groups of 
job seekers including veterans, ex-felons, VR referrals, youth employees, SSI recipients, long-term 
unemployed and needy families. It reduces employers' federal income tax liability if the employee has 
been conditionally certified as belonging to a WOTC target group by a state workforce agency, a 
vocational rehabilitation agency, or another participating agency.  Further information and forms are 
available at Work Opportunity Tax Credit.  
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Source:  Job Accommodation Network website - askjan.org/topics/taxinc.cfm 
 
 
Louisiana Workforce Commission: 

The Louisiana Workforce Commission offers standardized, yet flexible, statewide employment and 
training related services for workers, youth and businesses. Services vary by location typically include: 

o Work rooms w/ phone, internet & resume writing tools 
o Employment plan development 
o Job training services 
o Job search assistance & referrals  
o Online local, state & national list of active applicants 
o Hiring events and business service information 
o Education, skills & interest assessment 
o Community resources information 

o Labor market information 
o Specialized veterans’ services 
o Trade Adjustment Assistance (TAA) 
o Trade Readjustment Assistance (TRA) 
o Registered apprenticeships 
o Training scholarships 
o Employer-based training 
o Supportive services 
o Ticket to Work (see below) 

 
Employment and support services are provided through the Workforce Commission’s Ticket to Work 
Program for Social Security disability beneficiaries age 18 through 64 who want to work. The Ticket to 
Work Program is free and voluntary and assists people with disabilities progress toward financial 
independence. Under this program, the Social Security Administration issues tickets to eligible 
beneficiaries who, in turn, may choose to assign those tickets to an Employment Network of their choice 
to obtain employment services, vocational rehabilitation services, or other support services necessary to 
achieve a vocational (work) goal.  The Employment Network, if they accept the ticket, will coordinate 
and provide appropriate services to help the beneficiary find and maintain employment. 
 
More extensive employment services are provided by Louisiana Rehabilitation Services (LRS) to 
assist people with disabilities in obtaining or maintaining employment by providing assistive 
technologies, supported employment services and rehabilitation services. (See Louisiana 
Rehabilitation Services for Business section for details.) 
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Step 2:  Creating an Inclusive Culture 

 
 
Creating an inclusive culture requires coalition building, first on the senior management level, then 
the supervisory level and on into the workforce itself.  Just as the anti-smoking or obesity public 
service campaigns have done, change begins with an expanded knowledge base and shared research 
– sharing the fact that smoking causes cancer, obesity increases the likelihood of heart attack, etc.  
Thus, to gain senior management support for a disability employment campaign, HR or the 
champions of the cause need to share the number of unfilled jobs, specific jobs difficult to fill, 
turnover rates, absenteeism and tardiness of the average employee and raise awareness and concern 
with recruiting, hiring and retaining employees.  Add to that, the costs of lost productivity and 
training new employees and a very compelling argument will emerge for developing new strategies. 
 
From there, create a profile of the workers in your service area including those with developmental 
disabilities and the training programs and resources available to develop their skills and 
competencies.  Present those findings to senior management with the solutions that might be 
available, most particularly a more inclusive, open employment process that targets and attracts 
people with disabilities through recruitment strategies. 
 
By relying on the SWOT analysis and planning process, you can present a compelling case to create a 
more inclusive workforce and more welcoming recruitment process for people with disabilities by: 

 
• Including people with disabilities in diversity recruitment goals and targeting them in 

recruitment strategies 
• Adopting policies providing workplace flexibility and accommodations for all applicants 

and employees, with and without disabilities, such as telework and flextime options 
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• Ensuring the organization’s commitment and intent to recruit, hire, retain and advance 
qualified individuals with disabilities, including veterans with disabilities 

• Presuming ability, normalizing supports and promoting self-determination in recruiting 
efforts by aligning company policy with the new strategies 

• Encouraging workers with disabilities and other employees to identify barriers and 
individual and systemic concerns  

• Developing emergency management plans that specifically address the needs of 
employees with disabilities 

• Senior management and ownership support are a critical element in creating and 
maintaining a welcoming employment process and inclusive work environment and 
should remain a top priority. 

 

Step 3:  Recruiting and Hiring 
 
As said before, recruiting, hiring and retaining people with disabilities requires creativity, flexibility, 
and commitment.  The goal is simple, ensuring all qualified individuals — including individuals with 
disabilities — can participate in an accessible hiring process and attract and identify the individual 
who has the best mix of skills and attributes for the available job.   
 
The process begins with crafting an employment message and is followed by targeting people with 
intellectual and developmental disabilities through specific communications channels that might not 
be included in the typical recruiting process. 

 
Messaging 
 
The messaging must be welcoming to applicants with intellectual and developmental disabilities.  The 
ads, posters or any other communications should be written in people first language, see Addendum 
III and down load article at inclusioncollaborative.org/docs/Person-First-Language-
Article_Kathie_Snow.pdf.  This writing style always put the person before the diagnosis and 
describing what a person "has" rather than asserting what a person "is."  The purpose of this style of 
writing and verbal communications is to emphasize the individuality, equality and the dignity of 
people with disabilities. 
 
In addition, use language to assure applicants that the application and interview process are 
accessible and appropriate accommodations will be made for people with disabilities.  Further assure 
applicants that the organization welcomes assistive technologies, service animals and supported 
employment services which can include an on-site personal aid compensated by a state or federal 
program. 
 
When writing the ad, “People with disabilities are encouraged to apply” is proper.  “Disabled people” 
is not appropriate.  Consider adding a signature or icon stating:  Disability Friendly Job Opportunities 
-or- Qualified Applicants with Disabilities Welcomed 
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Targeting and Reaching People 
with Disabilities 
 
To effectively target people with disabilities, you 
have to rethink your recruitment activities – most 
specifically advertising and promoting a job 
opening that is believed to be ideal for a person 
with a disability. To effectively recruit workers 
with disabilities, consider: 
 

• Seeking referrals from your employees, 
“Do you know a person with a disability 
. . .  We have openings for . . . and people with disabilities are encouraged to apply“ 

• Reach out to people from your church, civic or fraternal groups, “if you know a person 
with a disability, interested in new job, we have some openings they may be interested in 
. . . ” 

• Posting signage visible to customers announcing, “Job openings for . . . People with 
disabilities are encouraged to apply” 

• Posting positions at Louisiana Rehabilitation Services, veteran organizations and display at 
disability-related job fairs job fair schedule 

• Post available jobs with the Louisiana Statewide Independent Living Council (SILC) and its 
local affiliate(s) in your area via gov.louisiana.gov/page/silc and caregiver.org/state-
resource/louisiana-statewide-independent-living-council/ 

• Contact Bayou Land Families Helping Families, Autism Society Bayou, South Central 
Human Services Authority & the local ARC  affiliate - St. Charles, St. James, St. John, St. 
Mary, Terrebonne 

• Area college & university career centers w/ post-secondary education programs (See page 
17) 

• Contact area colleges, university career centers and post-secondary education programs 
and seek placements and referrals based on your organization’s typical job requirements 
(See next section for details) 

• Utilize all available disability-related job boards, websites, social networking sites and 
advocacy organizations in your area careercenterbr.com, lighthouselouisiana.org, 
disabledperson.com, upliftd.org, and inclusively.com are among some of the options 

 
People with disabilities may or may not be reached through traditional means.  Reaching out through 
local LRS offices, local vocational rehabilitation providers, local Human Services Districts, local 
Independent Living Council members, special education programs at universities, colleges, technical 
school and local high school will help create a sustainable flow of prospective employees. 
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Post-Secondary and Vocational Programs 
 
People with disabilities go to college to gain skills, knowledge and enjoy a campus-based vocational 
experience through the growing number of post-secondary educational and vocational programs. 
These programs are designed to develop work-based skills geared to specific career tracks and help 
students to develop social and communication skills.  The programs listed below have current and 
former students that are looking for employment opportunities and provide placement and referral 
services to employers: 
 

• Nicholls State University – Bridge to Independence Program (Thibodeaux)  
• Southeastern Louisiana University Lions Connected Program (Hammond)  
• University of Louisiana LIFE Program (Lafayette)  
• Baton Rouge Community College Program for Successful Employment (Acadian Campus)  
• Program for Successful Employment (PSE) (Bossier Parish)  
• Services Available for Students in School- Pre-Employment Transition Services  

 
 

Application Process and Pre-requisites 
 
An application can be and pre-requisites may be major barrier to an applicant with disabilities.  
Review the current application process and job requirements and consider: 
 

• Ensuring receptionists and clerks* are always welcoming to all applicants, make no pre-
judgements or discouraging visual cues when accepting applicants or speaking to inquiries 

• Simplifying and minimizing wording on the job application form and eliminate jargon and 
complicated language 

• Provide forms with large print for visually impaired and consider incorporating pictures 
• Allow a candidate to apply on tape or to provide required information by telephone 
• Making it clear that a parent or guardian can help complete the online application or show up 

for the interview 
• Eliminating questions or requirements that are no longer appropriate or necessary for the 

new recruiting strategy 
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Understand that people with disabilities may have limited or spotty work histories because they face 
many barriers in seeking work and have difficulty finding consistent, long-term employment.  
Understanding, flexibility and creativity are key elements in employment strategies for people with 
disabilities. 
 
*Many young people today have gone to public school with people with disabilities and see them in a 
normal light which is a positive in the HR department.  
 

Interviewing 
 
While the application process can be a barrier to success, the interviewing process for people with 
disabilities can be a more frightening hurdle.  Whether an in-person interview or an online interview, like 
all prospective employees, people with disabilities will be nervous which can increase a person’s delayed 
motor skills or other disabilities.   
 
If an applicant's disability is apparent or manifests 
during the interview process, concentrate on the 
individual, not the disability.  Treat the individual with 
the respect you would accord any candidate. Ask only 
those job-related questions that relate to the functions 
of the job for which the applicant is applying.  If the 
applicant has a known disability, either because it is 
obvious or because it has been revealed by the 
applicant, you may ask him or her to describe how he 
or she would perform the job. 
 
In preparing for and in interviewing people with 
disabilities, it is important to: 

• Make sure entryways, walkways, 
sidewalks, etc. are ADA compliant & easily accessible with curb cuts 

• Ensure to focus on abilities in interviews when an applicant has a disability 
• Provide written or visual interview materials 
• Allow more time for the interview, or simply  
• Ensure applicant feels free to ask for clarification 

Employers might consider Microsoft's Autism Hiring Program, which strives to make the process less 
stressful for applicants by expanding the interview over a period of days and providing the applicants 
with an environment to showcase their abilities. 
 
When interviewing people with disabilities, make sure current employees are aware of the interview or 
onboarding and offer an appropriate reminder of disability etiquette that is required.  Introduce the new 
hire just as you would introduce any other new employee. An employee's disability—if it has been 
accommodated properly — is irrelevant to the person's function in the workplace. 
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Accommodations & Assistive Technologies 
 
Many people with in-demand workplace skills need certain accommodations related to cognitive or 

physical impairments and, as part of the inclusive culture, all employees need to understand the need 
and availability of accommodations for both new and existing employees.  Employers should have in 
place a universal policy providing workplace accommodations for all applicants and employees, with and 
without disabilities. 

Many accommodations can 
be made with simple, low-cost 
adjustments to workstations or 
conference rooms or in work 
procedures.  The average cost 
of an accommodation is 
typically less than $500 which in 
some cases may be 
reimbursable from a state 
agency.  Helpful 
accommodations and assistive 
technology might include:  

 
• Voice recognition systems, 

self-operated audio 
systems, telephone 
recorders, cassette 
recorders and audio signage 

• Workstations and work 
processes adapted to a 
person's needs to improve 
efficiency and safety of the 
employee. 

• Offering telework and 
flextime options as 
appropriate. 

 
Assistive technologies help 
employees be more successful 
in school or work, live more 
independently, drive cars or 
otherwise address needs 
related to their disability.  This 
might include: 
 

•  Wheelchair 
•  Eyeglasses 
•  Walker or cane 
•  Tablet computer communicating 
•  Video relay system 

 
	

WHAT	IS	ASSISTIVE	TECHNOLOGY?	
Assistive technology includes any technology that could help you be 
more successful in school or work, live more independently, improve 
your health, drive, or otherwise address needs related to your 
disability. 
	
SERVICES 
The Advocacy Center can provide the following services related to 
assistive technology: 
 
• LEGAL ADVOCACY 
• SYSTEMS ADVOCACY 
• INFORMATION AND 

REFERRAL 

• ASSISTANCE WITH SELF-
ADVOCACY  

• PUBLICATIONS 

	
EXAMPLES	OF	ASSISTIVE	TECHNOLOGY 
• Wheelchair 
• Eye glasses 
• Walker or cane 
• Tablet computer to assist with 

communication 
• Video relay system 
• Prosthetics or orthotics 
• Braille display 

• Specialized bed/mattress 
• Seating and positioning aids 
• Oversized keyboard or mouse 
• Magnifiers 
• Emergency Alert System 
• Programs to assist with using 

a computer 
• Sip and puff device 

 

  

ASSISTIVE	TECHNOLOGY	for		
PEOPLE	with	DISABILITIES	

Disability Rights Lousiana (DRLA) is a statewide non-profit agency providing 
FREE legal services to persons with disabilities. 



  
 

 21 

•  Prosthetics or orthotics 
•  Braille display 
•  Seating and positioning aids 
•  Oversized keyboard or mouse 
•  Magnifiers 
•  Emergency Alert System 
•  Programs to aid in using a computer 
•  Sip and puff devices 

 
Examples of assistive technologies and effective accommodations for person with disabilities might include a 
Braille display, communications device, motorized wheelchair and modifications to their workstations.  
Employers and employees both benefit from a work environment that facilitates the retention of skilled, 
qualified workers with disabilities through effective job accommodations. 
 

SAFETY  
 
An immediate priority is assuring the safety of 
employees with disabilities.  Hearing loss, visual 
and physical impairments all require a good 
understanding emergency procedures.  Any 
physical limitations affecting the speed of an 
evacuation emergency must be accommodated 
in emergency procedures.  Precautions 
should include: 
 

• Clearly marking all emergency 
evacuation routes and equipment 
and plans must be in place for the 
effective evacuation of people with 
disabilities 

• Special safety precautions and emergency signage using standard symbols with textual descriptions 
in clear, simple language and alarms for hearing and visually impaired employees 

 
In the early stage of employment, practice fire drills should be considered to ensure employees with 
disabilities respond appropriately and properly follow procedures. 
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Step 4:  Retaining and Advancing Employees 
 
After a well-planned, well executed onboarding process, focus on employee retention.  Employee retention 
requires communication, flexibility and different approaches to assuring success.  People with disabilities 
need to:  

 
• Work with a supervisor who is supportive, understanding, willing to give regular feedback and stay 

attuned to changes in their living arrangements or personal or family relationships 
• Depend on accommodations remaining in place and updated as their needs or responsibilities change  
• Have access to their supervisors and receive recognition and positive reinforcement from 

supervisors, especially in the early stages of employment 
• Have clear guidelines and immediate feedback on problem areas in their earliest stages 
• Establish a transportation plan so everyone knows how they are getting to and from work.  Public 

transit, bicycle, walk, parent/guardian, Uber are all options - transportation can be a major barrier to 
people with disabilities’ success, attendance and timeliness 

• Ensure the availability of an employee assistance program and support services to help the person 
cope with matters such as stress and family issues 

• Rely on supervisors or 3rd party job coaches to build relationships with the employee, co-workers 
and direct-line supervisors to ensure open lines of communication and provide refresher visits as 
needed.  If there is a change in job tasks or concerns arise, the job coach discreetly re-enters the 
work setting to improve the employee’s on-the-job confidence and competence in the least 
disruptive way possible. 

 
People with developmental disabilities have an unusually high incidences of sexual abuse and, too often, 
coworkers, friends and family take advantage of them financially.  Just as with any employee, the supervisor 
should be attuned to changing situations of employee with developmental disabilities. 
 
As with all new hires, some work out well and some do not.  If, for whatever reason, an employee with 
developmental disabilities does not workout, do not become discouraged or stop recruiting and considering 
them for future employment.  Remain flexible, be creative and keep an open mind, your future hiring decisions 
can have a life-changing impact on the life of someone with a developmental disability.   
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Conclusion 
 
Our purpose is to provide large and small employers with step-by-step strategies to successfully recruit, hire 
and retain people with intellectual and developmental disabilities to create a more inclusive workforce.  By 
following the four simple steps outlined in this presentation, you – as an employer – can overcome the 
barriers and misconceptions facing people with disabilities and: 

 
• Have a great opportunity to access a new pool of talent and provide life-changing employment 

opportunities for people with developmental disabilities. 
• Enjoy employees who truly love their jobs, are reliable, productive and dedicated to their continued 

improvement; and Inspire other employees and customers alike 
• Embrace your creativity, flexibility and freedom to match a person with disabilities abilities with a 

specific job 
• Become a leader in your organization, your industry and your area. 
 
On behalf of the Louisiana Developmental Disabilities Council, thank you for your interest and time and hope 
that you and your organization can make a difference in the lives of people with disabilities. 
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Resources 
 
These websites and resources can assist in creating an inclusive work environment that is welcoming to 
potential employees with disabilities: 
 
A Toolkit for Establishing and Maintaining Successful Employee Resource Groups Guidance for 
employers interested in developing or enhancing an Employee Resource Group (ERG) focused on 
disability AskEARN.org/wp-content/uploads/docs/erg_toolkit.pdf 
 

 
 
Disability Etiquette Resources Information about disability etiquette in various workplace settings, 
including speaking engagements and customer service environments AskJAN.org/topics/disetiq.htm 
 
Disability Nondiscrimination Law Advisor Guidance for employers on determining which federal disability 
nondiscrimination laws apply to their business or organization and how to ensure compliance with them 
dol.gov/elaws/odep.htm 
 
Do Ask, Do Tell: Encouraging Employees with  Disabilities to Self-Identify  Explores research related to 
disability disclosure in the workplace and identifies strategies for encouraging it in the context of the 
updates to Section 503 of the Rehabilitation Act AskEARN.org/wp-
content/uploads/docs/do_ask_do_tell.pdf 
 
Emergency Preparedness Resources Effective emergency plans and resources for employees with 
disabilities dol.gov/odep/topics/ EmergencyPreparedness.htm 
 
Employment First  The Office of Disability Employment Policy (ODEP) promotes increased community-
based, integrated employment opportunities for individuals with significant disabilities in support of a 
national movement called Employment First.  www.dol.gov/odep/topics/employmentfirst.htm 
 
Employer Assistance and Resource Network on  Disability Inclusion (EARN) Free consultation and 
technical assistance for employers recruiting & hiring qualified individuals with disabilities 
AskEARN.org 
 
Fostering Disability-Inclusive Workplaces Through Employee Resource Groups  Explores how Employee 
Resource Groups can benefit employee and employer alike AskEARN.org/wp-
content/uploads/docs/askearn_employeeresourcegroup_ factsheet.pdf 
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Inclusion@Work Framework  A multimedia policy tool outlining seven core components of a disability-
inclusive workplace with a menu of strategies for achieving them AskEARN.org/inclusion-work 
 
Inclusive Internship Programs: A How-to Guide for Employers Provides background and guidance on 
establishing inclusive internship programs dol.gov/odep/pdf/InclusiveInternshipPrograms.pdf 
 
Louisiana Assistive Technology Access Network (LATAN) Provides assistive technology to help people of 
all ages with functional limitations or disabilities to gain greater independence at work, at home, or at 
school including any device, tool, software, or application used to increase, maintain, or improve the 
quality of life of a person living with a disability or functional limitation.  www.latan.org 
 
Louisiana Workforce Commission  Offers employers recruitment services, candidate search capabilities 
to find and review resumes of candidates meeting specified qualifications as well as on-the-job 
training programs and financial incentives for hiring people with developmental disabilities.  
www.laworks.net/Homepage.asp 
 
Louisiana Rehabilitation Services  offers placement services for businesses and employers in need of job 
ready individuals to achieve their goals which are a cost-effective, time-saving alternative to advertising 
for candidates. (Is there an accessible database or job posting service? How does someone access this 
service?) http://www2.laworks.net/WorkforceDev/LRS/LRS_EmployerServices.asp 
 
Mental Health Toolkit: Resources for Fostering a Mentally Healthy Workplace Helps employers learn 
about mental health and cultivate a welcoming and supportive work environment for employees who 
have mental health conditions AskEARN.org/mentalhealth 
 
Partnership on  Employment and Accessible Technology (PEAT) promotes the employment, retention, 
and career advancement of people with disabilities through the development and accessible 
technology PEATworks.org (move to Accessible Technology Section)  eRecruiting technologies 
accessible to all job seekers—including those with disabilities 
 
Small Business & Disability Employment: Steps to Success Outlines effective strategies for small 
businesses for recruiting and retaining qualified people with disabilities AskEARN.org/StepsToSuccess 
 
Tax Incentives  Description of various tax incentives for which employers who hire people with 
disabilities may qualify AskJAN.org/topics/taxinc.cfm 
 
Workforce Recruitment Program (WRP)  Program that connects employers with pre-screened, highly 
motivated college students and recent graduates with disabilities seeking internships or permanent 
employment dol.gov/odep/wrp 
 
What Can You Do? Campaign for Disability Employment  Nationwide campaign that offers a range of 
resources to assist organizations to implement internal disability employment awareness programs 
whatcanyoudocampaign.org 
 
National Disability Employment Awareness Month Annual outreach effort that raises awareness about 
disability employment issues and celebrates the many and varied contributions of America’s workers 
with disabilities dol.gov/odep/topics/NDEAM.htm 
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Addendum I:  Presenters & Panelists’ Contact Information 
 

• Jeff Arseneaux, Call On Jeff, jeff.arseneaux1972@gmail.com 
• Matt Rookard, CEO, Terrebonne Economic Development. mrookard@tpeda.org 
• Michele Turner Jones, CRC, LPC, Regional Manager, Louisiana Rehabilitation Services, mjones2@lwc.la.gov 
• Gordon O’Neill, Working Together Campaign Coordinator, gordon@oneillcommunications.com 
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Addendum II:  Regional Rehabilitation Services Offices 
 
For more information, contact the Louisiana Rehabilitation Services office nearest you or visit our website 
www.laworks.net: 
 
 
Region I:  Serving Jefferson, Orleans, Plaquemines, St. Bernard, St. Charles, St. James, St. John, St. Tammany 

West Bank Area Office (Harvey) 
2150 Westbank Expressway, Suite 701 
Harvey, LA 70058-4900 
Phone: (504) 361-6816 (Voice or TDD) 
Toll-free: 1 (800) 520-0586 

Slidell Area Office 
520 Old Spanish Trail, Suite 4D 
Slidell, LA 70458  
Phone: (504) 838-5180 
 

 
 
Region II: Serving Ascension, East Baton Rouge, East Feliciana, Iberville, Livingston, Pointe Coupee, St. Helena, Tangipahoa, 
Washington, West Baton Rouge, West Feliciana 

Baton Rouge 
950 N. 22nd Street 
Baton Rouge, LA 70802 
Phone: (225) 295-8900 (Voice or TDD) 
Toll-free: 1 (800) 737-2959 

Slidell Area Office 
520 Old Spanish Trail, Suite 4D 
Slidell, LA 70458  
Phone: (504) 838-5180 
 

 
 
Region III: Serving Assumption, Lafourche, Terrebonne 

Houma 
7528 Main Street 
Houma, LA 70361 
Phone: (985) 857-3652 (Voice or TDD) 
Toll-free: 1 (800) 520-0584 

 
 

 
 
Region IV: Acadia, Evangeline, Iberia, Lafayette, St. Landry, St. Martin, St. Mary, Vermilion 

Lafayette 
825 Kaliste Saloom Rd. 
Brandywine VI, Suite 350 
Lafayette, LA 70508-4285 
Phone: (337) 262-5353 (Voice or TDD) 
Toll-free: 1 (800) 520-0587 

 
 

 
 
Region V: Allen, Beauregard, Calcasieu, Cameron, Jefferson Davis 

Lake Charles 
3616 Kirkman Street 
Lake Charles, LA 70607-3006 
Phone: (337) 475-8038 (Voice or TDD) 
Toll-free: 1 (800) 520-0589 
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Region VI: Avoyelles, Catahoula, Concordia, Grant, LaSalle, Rapides, Vernon, Winn 
Alexandria 

900 Murray Street, Suite H-100 
Mailing Address: P.O. Box 632 
Alexandria, LA 71309-0632 
Phone: (318) 487-5335 (Voice or TDD) 
Toll-free: 1 (800) 520-0578 

 
 

 
 

Region VII: Bienville, Bossier, Caddo, Claiborne, DeSoto, Lincoln, Natchitoches, Red River, Sabine, Webster 
Shreveport 
1525 Fairfield, Suite 708 
Shreveport, LA 71101-4388 
Phone: (318) 676-7155 (Voice or TDD) 
Toll-free: 1 (800) 737-2966 

 
 

 
 

Region VIII: Caldwell, East Carroll, Franklin, Jackson, Madison, Morehouse, Ouachita, Richland, Tensas, Union, West Carroll 
Monroe 

24 Accent Drive, Suite 105 
Monroe, LA 71201-3749 
Phone: (318) 362-3232 (Voice or TDD) 
Toll-free: 1 (800) 737-2973 
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Addendum III:  Examples of People First Language 
 

 


